Introduction
Employees' cooperative behaviours in labour organizations are considered behaviours that are conducted by employees while aligning their interests with those of the employer and other employees (Koster and Sanders, 2006; Sanders and Van Emmerik, 2004; Sanders et al., 2002) . Co-operative behaviours consist of an array of behaviours that are beneficial to the employer or co-workers. Examples are to work together with colleagues within a team, share knowledge, work overtime, and submit information needed to keep the organization running (Koster, 2005; Wickens, 1995) . These behaviours may be costly for the employee in the short-term, because all these actions take time. Depending on the situation and on the type of co-operation, helping may affect the employee's core tasks, which have to be fulfilled afterwards or may even take away leisure time of the employee. The employee, therefore, has an incentive to refrain from cooperation and stick to its formally assigned tasks. However, co-workers may benefit from these behaviours because it enables them to do a better job in a more pleasant environment and the employer may benefit because her workforce may become more productive.
The relationship between employer and employee is more than a strictly financialeconomic one because, added to the exchange of time for money, there exists a social exchange relationship that is affected by several factors within the labour organization (Blau, 1964; Homans, 1961) . In this view, actors exchange social goods. So when one actor helps another, and the second actor expresses gratitude and/or may tell others about the help received by the first actor, this is considered as an exchange of help for social approval. On the job, we assume co-operative behaviours to be an exchangeable good in the exchange relationships between the employee and employer (being the organization), the employee and supervisor and employee and colleagues. In return, the employee may receive benefits and better career prospects from the employer. These kinds of exchangeable goods lie within the realm of social exchange because they are generally not included in formal labour contracts.
According to the HRM literature, investing in training and promotion are two central rewards that an organization can provide in order to enhance employees' performance (Boselie and Dietz, 2003) . Much of the research in the HRM field focuses on outcomes such as satisfaction, commitment and turnover (Boselie and Dietz, 2003) . Even though these aspects are important, much of the literature does not pay specific attention to co-operative behaviours of employees towards the organization, which may improve organizational performance. Although it is important to have a satisfied, committed and properly skilled work force, this will only prove its worth when employees co-operate and enable one another to use their skills.
Previous research found similar effects of influences of organizational rewards on employees' behaviours. For instance, Mühlau (2000) found among other things that employees react by being more committed after receiving 'gifts' or extra benefits from their employer. Rynes et al. (2004) found that pay affects employee effort. Ito and Brotheridgde (2005) found that supervisory career support leads to reduced turnover intention. Prendergast (1999) gives an overview of many types of remunerations and their effects on employees' behaviours. Podsakoff et al., (2000) show in an overview article that rewards and incentives affect employees' organizational citizenship behaviour.
In this paper, we will focus on one particular kind of co-operative behaviour -working overtime. We chose this measurement of co-operation because it is a costly form of cooperation: the employee has to give up spare time in order to be able to co-operate. Therefore, the (short-term) costs only affect the employee and not the employer. If we had studied a different type of co-operation, which would not include giving up spare time, the employee would have had to consider postponing core tasks. However, either colleagues or the supervisor, who directly benefit when the focal employee completes a task because of working overtime, are then enabled to return the co-operation by finishing the postponed tasks for the focal employee. Direct compensation of co-operation may be harder to give when someone has worked overtime. In their spare time, employees can spend time with their loved-ones, spend time on a hobby or do something else that cannot easily be compensated for by any aspect of working life. The research question is formulated as follows: does offering career-enhancing measures, such as training and promotion (possibilities) by employers, encourage employees to work overtime?
Theory and hypotheses
In the 'gift-exchange' model (Akerlof and Yellen, 1988; Tsui et al., 1997) it is argued that employees are willing to exert themselves in exchange for higher wages. Examples of these 'gift-exchange' models are the 'social-exchange' models such as the 'relationalsignalling' model (Lindenberg, 2000; Mühlau, 2000) . This model states that by giving gifts, the employer signals to expect a long-term labour relationship with the employee. When the employee finds the gift credible enough, he or she will react with more loyalty, goodwill and willingness to work hard. In this paper, we will use a type of 'giftexchange' model, namely the 'mutual-investment' model by Tsui et al. (1997) because it deals with a long-term employment relationship based on more than a strictly formal exchange relationship (see also, Baron and Pfeffer, 1994) .
The 'mutual-investment' model is an application of 'social-exchange' theory (Blau, 1964; Homans, 1961) for the employment relationship. Tsui et al. (1997) argue that the employer is able to show the employee that he or she cares about the employee's wellbeing by investing in the employee's career. In turn, the employee may become willing to take on more tasks than formally stated in the contract or where agreed upon beforehand. These extra tasks may consist of helping colleagues and breaking in new colleagues, accepting changing of positions, or accepting employer's requests to work overtime when a deadline has to be met (Lindenberg, 1998 (Lindenberg, , 2000 . Generally, it means that the employee considers aligning his or her interests with those of the employer as his or her task. Considering training, the employee is willing to become acquainted with firm-specific knowledge, because the investments are trusted to be compensated for in the long run.
Investment and co-operation
A central element in the mutual-investment model is the assumption that both parties want to maintain a balanced exchange (Adams, 1965) . When actors think that they receive less than they give, they will decrease their offerings in order to restore the balance. Vice versa, actors will increase their offerings when the idea arises that they receive too much (Fehr and Kirchsteiger, 1994) . The employees may want to restore the balance because they know that the actor who receives too little in the exchange relationship will be inclined to decrease the offerings or terminate the relationship. In case of the employment relationship, this would mean that the employer stops investing in the employee, which in turn will have a negative effect on the employee's chances in the labour market. This would mean that when an employer invests in his or her employees, they may respond with more effort and may take more account of the employer's interests in order to restore the exchange balance. Taking more account of the employer's interests, may result in taking over tasks of colleagues when, due to sickness or pressure, they refrain from doing the task.
In the mutual-investment model (Tsui et al., 1997) it is argued that actors do not only want to reap benefits of their employment relationship, but that they also know they have to balance the benefits and costs for both themselves and their exchange partner, in order to maintain the exchange relationship they are in. Therefore, actors are willing to reciprocate investments of the exchange partner when this upholds a mutual beneficial exchange relationship. So, when employers would like their employees to engage in activities that are positive for the organization, but this cannot be legally enforced, employers may try to expand the exchange relationship beyond the formal obligations by using career-enhancing measures, assuming that employees try to balance the exchange relationship by engaging in positive behaviours for the organization. One of those options to expand the exchange beyond formal obligations is to invest in the careers of his or her employees.
Employers have several options to invest in their employees; one of them is to offer training. The employer offers time and money, so that the employee may become more productive in the future and may be prepared for higher-ranking positions. In exchange, the employer may ask the employee to forfeit short-term rewards such as bonuses and, for instance, stocks. This construction will have some consequences. Relationally, the employer signals he or she expects a long-term labour relationship. The employer offers trust, hoping it will not be abused. Additionally, the employer increases the chances that trust will not be abused because when the employee decides to let personal interests prevail over the organizational interests, the employer will have legitimate power to sanction the employee by withholding rewards such as promotion or assigning tasks that are more interesting. By these postponed benefits, the employment relationship will become more stable because both for the employer and for the employee it becomes more profitable to continue the labour relationship and they will therefore be more willing to align their interests.
However, the employee could decide to leave the organization after receiving the investment. Then, he or she could reap the benefits of the skills that he or she learned from the training received from the old employer. The exchange relationship would end, and the former employer would have no option anymore to sanction the employees. Nevertheless, there is one problem with that: the former employer could inform the new employer about the untrustworthy behaviour of the employee. The new employer will be reluctant to hire such a person, because the employee may do the same with the new employer. When this happens, the employee might be punished with loss of his or her job and not being able to find a new one. Therefore, leaving after collecting the investment may not be a beneficial option for the employee.
When assumed that the employee will be motivated to balance the exchange relationship in order to maintain the relationship, the employee may respond when the employer offers opportunities (time and/or money) for training. The exchange can be balanced by increasing effort, for instance by showing co-operative behaviours. The following hypothesis can be drawn from the previous discussion:
Hypothesis 1: After the employer has invested in employees, the employees are more willing to work overtime.
Obviously, the primary objective of training is to improve present skills and teach new skills in order to prepare employees for higher positions. New supply for higher positions is important for the continuity of the organization and may be an incentive for employees to improve their performance. When an employer invests in his or her employees by means of training, this gives a signal that the employer considers the employee to be fit for a higher position. Therefore, the employee is not only given money he or she can use for the training, but he or she also receives recognition for shown qualities. Therefore, a promotion is attractive for an employee because of monetary incentives and because of social reasons.
The employer may use the promotion as a selective incentive to reward his or her employees for a good performance and signals to the others that when they perform well, they too will get a reward. It may not even be the objective chance to be promoted, but the fairness of the promotion system, which causes employees to believe they have fair chances to be promoted (Baron and Kreps, 1999a; Stouffer et al., 1949) . When employees estimate their chance of promotion to be large enough when performing well, they may be more motivated to work harder than when they assume that their chances are Lambooij et al.: Encouraging employees to co-operate 1751 low. Consistent promotion policies signal that effort will be rewarded with promotions. When employees see that other employees who show co-operative behaviours are rewarded by promotions, they may be more willing to show co-operative behaviours than when they do not see it, or are not able to find consistency in the promotion policies.
Hypothesis 2:
When it is customary to reward extra effort with higher promotion chances, employees are more willing to work overtime.
After being promoted, the employee may react in two different ways. The first way is to decrease effort and refrain from co-operative behaviours because the 'prize' is collected. However, according to the social-exchange theory, there are two reasons to expect the employee to maintain or increase his or her effort level. The first reason comes from the same source as why the employee will want to return the investment; the second comes from sanctioning opportunities of the employer.
Because of the promotion to a higher-ranking position, the employee gets access to more privileges and status as well as access to material resources. Therefore, again it is a combination of material and social benefits the employee received from the employer. In order to balance the exchange, the employee may be willing to increase effort and co-operative behaviours and may therefore be more willing to work overtime.
Next to this positive exchange, there exists negative exchange: sanctions. When we assume that the employee wishes to keep the newly acquired position and continue to work for the organization, the employer has means to sanction the employee. In an organization, we find one employer and several employees. Because of this, the employer is less dependent on the employees than vice versa and has therefore more power in the exchange relationship (Willer, 1992) . When an employee does not show co-operative behaviours, the employer can withhold the reward and give the reward to an employee who does show co-operative behaviours. Then the employee's chances of more education and promotions will decrease. The employee realizes this and will, therefore, make sure that after being promoted, he or she will maintain or increase co-operative behaviours.
Hypothesis 3: When employees have been promoted recently, they are more willing to work overtime.
Different employees will value the investment differently. For employees with less education, the relative value of the investment is larger than for higher-educated employees. The relative increase of human capital for lower-educated employees is higher than for higher-educated employees, causing their chances on the internal and external labour market to increase relatively more than those of higher-educated employees.
1 Therefore, lower-educated employees may appreciate the value of the investment more and may, therefore, be more induced to show co-operative behaviours than higher-educated employees.
Hypothesis 4:
The positive effect of investments on willingness to work overtime will be stronger for lower-educated employees than for higher-educated employees.
Relational exchange relationships and temporal embeddedness
Willingness to work overtime will not only be affected by the exchange relationship between the employee and the organization (institutional exchange relationship), but also by personal exchange relationships (with colleagues and the supervisor), and the temporal embeddedness (Axelrod, 1984; Koster et al., 2003; Raub and Weesie, 2000) of the exchange relationship: how was the employee treated in the past and what will future rewards be?
The first personal exchange relationship that will affect the institutional exchange relationship is the one of the employee and the supervisor. The supervisor of the employees represents the employer. The supervisor may choose to strictly enforce the employer's policies and rules, or be a bit more creative; the supervisor can focus more on the people or on the tasks. Therefore, within the formal guidelines in the organization, the employee and supervisor have some room to shape their exchange relationship. The supervisor may choose to support the employees in several ways. The supervisor may try to find sources of money, may use his or her influence to get more information on several possibilities for the employee. In short: the supervisor may be able to realize things for the employee because he or she holds a higher-ranking position, because of which he or she has more power and more access to information. The exchangeable goods of the supervisor consist of these kinds of support for the employee.
When the supervisor turns out to be willing to use the influence that he or she has for specific wishes of the employee, the supervisor signals to trust the employee. Because the supervisor is not obliged to help the employee in such manner, the employee will estimate the exchange to be unbalanced. When this situation remains, the supervisor may consider terminating his or her help, causing the employee to loose valuable resources. The employee may, therefore, attempt to balance the exchange relationship by showing more co-operative behaviours and may, therefore, be more willing to work overtime. This argument leads to the following hypothesis:
Hypothesis 5: Employees who have been supported by their supervisors in the past, are more willing to work overtime.
The basis of this type of exchange relationship is reciprocity. 2 As well as the aforementioned past exchanges, future exchanges may affect employees' willingness to show co-operative behaviours. Assuming that employees do not only take past benefits into consideration but also future benefits, the employee would show co-operative behaviours when the expected future benefits are larger than the costs. When this employee expects the exchange relationship to be terminated soon, future benefits of helping the supervisor will be smaller than when the exchange relationship will last for a longer time since the supervisor has more opportunities to reward co-operative behaviours.
Hypothesis 6: Employees who expect to be working with their supervisor for a longer time are more willing to work overtime.
The time and energy spent by the employee participating in the training may turn out to be more productive when working with the supervisor with whom the exchange takes place than with another supervisor. We may, therefore, expect this employee to react stronger on the investment by showing more co-operative behaviours when he or she expects the co-operation to last longer than when he or she expects the co-operation with the supervisor to last shorter.
Hypothesis 7:
The effect of the investment will be larger when the employees expect to co-operate with the supervisor for a longer time than when the employees expect to work with the supervisor for a shorter time.
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In order to make sure that balanced exchange exists, the employee will also weigh past benefits when deciding whether to show co-operative behaviours or not. When the employee has been supported by both the supervisor and the employer, he or she will try to balance the exchange relationship by showing more co-operative behaviours than when investments were done by only one of the exchange partners.
Hypothesis 8: Employees who have positive past experiences with their supervisors, will react more positively to the investment than employees who have negative past experiences with their supervisor.
The second kind of personal exchange relationship that may affect willingness to work overtime is the one of the employee with the colleagues. The colleagues have the ability to reward or sanction the employee informally (Seashore, 1954) . When the colleagues approve, they will give social approval when showing co-operative behaviours. When they do not approve, this may result in social sanctions such as exclusion. Therefore, we may expect the employee to work overtime when colleagues approve of that and it may be less likely that the employee works overtime when they disapprove.
Hypothesis 9: Employees whose colleagues approve of co-operative behaviours are more willing to work overtime.
Disapproval may be expressed by refusal to co-operate. When colleagues do not stay and work overtime, this may have two consequences for the employee. First, it may indicate social disapproval. Second, it means that the employee will have to do all the work by him or herself. For these reasons, the employee may consider the behaviour of the colleagues when deciding whether or not to work overtime.
Hypothesis 10: Employees whose colleagues are willing to work overtime, are more willing to work overtime as well.
Not only the focal employee is in an institutional social-exchange relationship with the employer; the other employees are also in such a relationship. The goods to be exchanged in those relationships are excludable. Therefore, the employees find themselves in a competitive situation because if one employee is promoted at a certain point in time, another will not be promoted. Therefore, the employee may not only want to show co-operative behaviours because his or her colleagues do, but also in order to make sure his or her promotion chances will not decrease.
Hypothesis 11: When working overtime is rewarded by bigger promotion chances, employees are more likely to work overtime when colleagues do so, than when co-operative behaviours are not rewarded by bigger promotion chances.
Method

Sample
The sample exists of 49 employees of a university, 266 employees of a government agency, ten employees of an ICT organization, 16 employees from an art funding foundation and 47 from a large bureaucratic organization. These 388 people rated 1,531 vignettes (see Table 1 ).
In the university, 18 respondents were support staff and 31 persons had an academic position, namely: 11 PhD-candidates, one post doc, ten assistant professors, six associate professors and three full professors. 3 In the government agency, six respondents were higher-level managers, 21 were middle managers, 143 persons were policy makers and 96 were support staff or 'other' personnel. In the ICT organization, all respondents were male. Of the respondents in the ICT organization respondents, two worked at the highermanagement level, two on the middle-management level and six at the lowest level. In the art funding foundation, one of the respondents worked at the highest management level of the organization, nine at the middle level and four at the lowest level. In the big bureaucratic organization, two respondents worked in high management, three in middle management, and 12 at the lowest hierarchical level.
The sample of organizations may seem somewhat mixed. However, the main interest of the study is to investigate if offering career-enhancing measures, such as training and promotion (possibilities), by employers encourage employees to work overtime, and this topic is relevant in all sorts of organizations. The employees of the organizations in the sample are for the larger part office workers. Therefore, the outcomes of this study may only be applicable to this kind of organizations.
Vignettes
The data used for this study were gathered using a vignette experiment or a 'factorial survey design' (Emerson et al., 2001; Rooks et al., 2000) . 'Vignettes are short descriptions of a person or a social situation which contains precise reference to what are thought to be the most important factors in decision-making or judgement-making processes of respondents' (Alexander and Becker, 1978: 94) . There are three reasons why vignettes are preferable over a regular survey of interviews. First, the respondent is less likely to let decisions be biased by impression management (social approval of the interviewer). Second, most people are not always aware of the considerations they make while making a decision. Using this method, they are forced to make these considerations consciously. Third, the systematic variation of the vignette variables enables the researcher to distinguish different combinations of the factors of the situation (Alexander and Becker, 1978) .
A possible disadvantage of vignettes is that respondents base their decision partly on aspects they would not have considered if the problem had occurred in real life. An answer to this is that the vignette exists of several items that are randomly assigned and the respondent is likely to ignore irrelevant aspects. The chances that the respondent will only rate vignettes that deviate on aspects that do not matter in a real life situation, are very small.
A set of vignettes is introduced with a description of the situation. The description was as follows: Half an hour before you planned to go home, you see that an important assignment, to be carried out by your department, is to be finished. The person first responsible for the assignment, is sick. You happen to know that your supervisor will come in early tomorrow morning to check up on the progress of the assignment and he/she will get into trouble if the assignment is not completed. Your supervisor is not in at the moment because of a meeting elsewhere and will not return today. Completing the assignment will take you 2 hours overtime. Following, there are several descriptions of situations. Please indicate for each of the situations how likely it is that you will stay to complete the assignment. 4 Next, each respondent was given four vignettes and was asked to indicate on a scale of zero to ten how likely it was that they would stay and work overtime. We assume that the supervisor is the representative of the employers. The employee finds him-herself in a situation in which a task is not being executed, but it would be better for the supervisor when the task would be executed. If the supervisor would have been around, she would have given the assignment to one of the employees present. However, the supervisor will not be around to solve the problem in time. Therefore, the employee needs to consider giving up his or her own interests (going home on time) for the interests of the supervisor (the completed assignment), without being asked to do so.
In order to test the hypotheses, the following variables were systematically varied on the vignettes: first, the employer's investment in the employee was displayed. This investment could be either an expensive training or a recent promotion. In order to be able compare the outcomes, a third value was added which was formulated as follows: you have been working in this position for years and are not given the means to get training. Second, an item contained varied chances of future promotions after showing co-operative behaviours. Third, an item with varying financial compensation for overtime was on the vignettes. In half of the vignettes overtime was being compensated, in the other half it was not. This item was on the vignettes to control for direct rewards. This was done because it could be expected that the behaviour of employees is also affected by financial considerations.
Fourth, possible influences of colleagues were studied using two items: the first item contained the opinion of the colleagues (either approval or disapproval) and the second was about the behaviour of the colleagues: either none stayed to help, one stayed to help or five colleagues stayed to help and finish the assignment. Fifth, there was an item concerning the supervisor's support. The first value said that the supervisor had always been supportive concerning job-related wishes, the second that the supervisor had not. This item contains the goods to be exchanged by the supervisor. Purposely, it is formulated in a general manner because support can take many forms and there is a chance that the respondent will not be able to apply the description to his or her own situation when it is formulated more specifically. Last, the expected length of future co-operation was varied. This could either be long (both the employee and supervisor planned to work for a long time for the organization) or short (the supervisor was to leave the organization shortly). 5 The number of unique vignettes that could be created by the items used is 288. This means that some item combinations are in the sample more than once. These vignettes are randomly distributed among the respondents. The sample of item combinations is drawn randomly with equal chances (without replacement) from the universe of all possible item combinations (Flache, 2003) . To avoid the order of the items affecting the outcome (Emerson et al., 2001) , the order of the vignette items was randomly varied between the respondents.
A practical benefit of this measure is that this experiment can be used by researchers in various other organizations. In all kinds of organizations, working overtime may be needed in order to finish a task. A possible disadvantage of this way of measuring co-operation is that the decision to work overtime affects the personal domain of employees. They are forced to weigh short-term costs against possible long-term benefits. Thus, the fact that working overtime affects the spare time of employees, and their obligations outside the work place, may be the cause that employees will not work overtime, regardless of the incentive structure in the workplace.
Analyses
The data have a hierarchical clustering structure: respondents each rated four vignettes. The rating of the vignettes will be affected not only by the items, but also by person-related characteristics. Because of this, there will be structural differences between the respondents' ratings. Multilevel analysis takes this nested structure explicitly into account (Snijders and Bosker, 1999) . If these data were analysed using OLS-regression, this would result in unreliable standard deviations and hypothesis testing because the assumption of independent observation is violated (Van Duijn et al., 1999) . For this reason, the data are analysed with multilevel regression analysis. Three levels are distinguished in the analysis: the first level is the level of the vignettes, the second is the level of respondents and the third is the level of the organization.
Control variables
In order to control for other effects that might have an influence but are not included in the theoretical model, we included some standard control variables, such as gender. It could be argued that employees will take into consideration their domestic situation while deciding whether to work overtime or not. Therefore, we controlled for whether the respondent had a partner or a child. Higher jobs generally also come with more responsibility. Therefore, it could be that those employees who work at a higher level, are more inclined to work overtime. To control for this and similar effects, we controlled for educational level. Finally, we included a variable that measured whether the respondent found the vignette to be realistic or not. When a respondent frequently was confronted with such a situation in real life, he or she may be inclined to answer differently than when the respondent was not ever confronted with a similar situation.
Results
The correlations of the variables are displayed in Table 2 . 6 The strong correlations of 'investment by means of training' and 'investment by means of promotion' (2.51; p , .01) are caused because they are two dummies of the same variable (with reference category 'no investment'). We find a similar high correlation for the behaviour of colleagues (2 .53; p , .01). 7 The other correlations of the vignette items are weak; this is an indication that the sample is random.
Multilevel regression analysis
To test the hypotheses we did multilevel regression analyses. The variables were entered in five steps. First we estimated a null-model; then the control variables were entered. The third step consisted of adding the vignette variables and in the fourth step interaction variables to test Hypothesis 4 were added. And finally, in step five, the other interaction variables were added. Table 3 shows the results.
First, we will study the model fit with variance analysis by comparing the 22 log likelihood values. Considering the main effects of the control variables, the results in Table 3 show there is no difference between men and women concerning the willingness to work overtime in the described situations (B ¼ 20.23; s.e. ¼ 0.20). The variable used as indicator for position, (education) did not result in a significant effect. Having a partner (B ¼ 20.17; s.e. ¼ 0.23) did not affect the answers of the respondents. Respondents with children were less likely to answer that they would work overtime (B ¼ 2 0.43; s.e. ¼ 0.22).
Hypothesis 1, which predicted that the employee would be more willing to work overtime after the employer has invested, is supported by the data. When we only study the main effects in the third model (Table 3) , we see that training (B ¼ 0.33; s.e. ¼ 0.10) positively affects the willingness to work overtime. For the hypothesis that predicted that when it is standard practice to reward extra effort with higher promotion chances, employees would be more willing to work overtime (Hypothesis 2), no support is found (B ¼ 0.08; s.e. ¼ 0.08). Hypothesis 3, stating that recent promotions had a positive effect on willingness to work overtime, is supported by the data (B ¼ 0.30; s.e. ¼ 0.10). This outcome is also in line with Hypothesis 1, in which it is assumed that promotion may be considered to be an investment. The reference category for these two dummies was 'You have been working for years on this position and are not given the chance to participate in training.' Based on these outcomes we could say that the two measures have a similar effect on willingness to work overtime, compared with the situation of no career prospects. Therefore, the two different career measures are beneficial for employees' willingness to work overtime. Hypothesis 4 is tested using two interaction effects added in Model 3 of Table 3 . We do not find the expected negative effects, which would indicate that lower-educated people would react more positively on the investments than higher educated employees, (B ¼ 0.06; s.e. ¼ 0.04). Hypothesis 5 predicted that when a supervisor supported an employee, the employee would be more willing to work overtime. This hypothesis is also supported by the data (B ¼ 0.63; s.e. ¼ 0.08). The hypothesis about the expected future co-operation (Hypothesis 6), is not supported by the data (B ¼ 0.05; s.e. ¼ 0.08). Looking at the effects of investments and temporal embeddedness (Hypotheses 5 to 8), we only find an effect of the history. The effects of promotions are mainly affected by experiences with the supervisor in the past and not by the expected length of future co-operation. However, the interesting thing is that the effect is not in the predicted direction (B ¼ 20.48; s.e. ¼ 0.20), indicating that a positive past with the supervisor, combined with an investment results in less willingness to work overtime. The informal reward of colleagues (Hypothesis 9) turns out to affect willingness to work overtime. When the colleagues approve of helping the supervisor, the employee is more willing to work overtime (B ¼ 0.40; s.e. ¼ 0.08). Colleagues' behaviour also affects the willingness to work overtime (Hypothesis 10). When one colleague stays, the respondents are more willing to work overtime than when no one stays (B ¼ 0.18; s.e. ¼ 0.10), and when five colleagues stay, the willingness to work overtime increases somewhat (B ¼ 0.30; s.e. ¼ 0.14). In Hypothesis 11 we predicted that employees were more likely to work overtime when their colleagues worked overtime in an organization where it is customary to reward extra effort by promotions. The last two interaction variables do not support that hypothesis.
Discussion and conclusions
In this paper it is argued that career-enhancing measures such as training and promotion (possibilities) may encourage employees to co-operate with their supervisor. More specifically, we addressed co-operation in terms of employees' willingness to work overtime. The hypotheses concerning specific HRM measures were supported by the data. The data were gathered using a vignette experiment. When an employer has invested in an employee, the employee will react with more co-operative behaviours. Employees react with co-operative behaviours only after they received their training or promotion. However, when it is customary in an organization to reward co-operative behaviours with, for instance promotions, this is not enough. Employees do not seem to anticipate the probable future promotion chances, but only react to investments already made by the employer. Therefore, they will only react after they have received a promotion or after they were given the opportunity for training. Employees do not seem to initiate a social exchange. This effect is explicitly found when we studied temporal embeddedness of the exchange relationship: when the employer's side was co-operative, the employee reacted with being co-operative. When the employer's side was not co-operative, the employee's willingness to co-operate was smaller. So also here, we find that employees are willing to be co-operative only after the employer has been co-operative, supporting the mutual-investment model.
The results of this paper indicate that organizations can positively affect co-operation problems with provision of career-enhancing measures. However, it is also shown that informal exchange relations are important factors for co-operation and these relationships may be more difficult to influence through formal control strategies. Concerning temporal embeddedness, we found that when the supervisor had been supportive in the past, this resulted in more willingness to work overtime.
We could say that when the supervisor and the employee had a past characterized by positive exchange, this positively affects co-operation. However, no effect was found when considering future expectations. Other researchers with similar hypotheses, had similar outcomes (e.g. Batenburg et al., 2003; Buskens, 2002, esp. Ch. 5) . The reason for not finding an effect may be because people do not consider the future and the theory therefore is wrong, or because of measurement problems (Buskens, 2002, esp. Ch. 5) . In the case of this vignette experiment, the shadow of the future was small if the vignette said that the supervisor left. Even though this meant that the exchange relationship with the supervisor had a small shadow of the future, the other conditions still may have had their influences. Therefore in future research, this operationalization may be altered and rephrased in such a way that the employee will leave the organization shortly, which would mean that the shadow of the future of all aspects will be small. Another possible reason is that the theory needs to be adapted. Batenburg et al. (2003) suggest that the shadow of the past affects the shadow of the future. They find that when there exists a positive shadow of the past or a moderate shadow of the past, the future does not matter any more. In this vignette experiment, the past was either that the supervisor had been neutral or supportive. This could be interpreted as moderate or positive. Then, according to Batenburg et al., one will find no effects. The other type of embeddedness, being Lambooij et al.: Encouraging employees to co-operate 1761 structural embeddedness, also had an important effect. The behaviour and approval of co-workers greatly affected the willingness to work overtime.
Organizational career rewards can be used to affect temporal embeddedness. Also here, we found indications that most effect will be found after a constructive past and not so much in a longer future. We found that when the employee had received rewards that benefited his or her career, the willingness to work overtime increased. At the same time, we found that future promotion chances had no effect. This outcome is similar to the outcomes of a positive history with the supervisor and no influence of a longer shadow of the future with the supervisor. Therefore, organizations can affect co-operation of her employees by providing for tangible career-enhancing rewards. We also believe to have found support for the argument that temporal and structural embeddedness positively affect co-operation.
This study can be improved if more HRM aspects are taken into account or formulated explicitly. For HRM policies to be effective, they need to be internally consistent (Baron and Kreps, 1999b) . Since only a couple of measures were taken into account in this study, it may well be that we missed measures that increase or decrease the effectiveness of HRM policies. However, the factors that were expected to matter in advance were measured well, and we had a sample there with an ideal variation of these factors.
Another possible improvement could be the measurement of willingness to work overtime. We did not measure the actual behaviour of employees in the described situation, but only self-reported expected behaviour given the described conditions. However, since we are interested in the effects of different situations on behaviour, this does not need to disqualify the outcomes of this paper. We asked the respondents how they would act and, although this may cause an overestimation compared with actual behaviour, we expect that there is a high correlation between intended and actual behaviour, given the restrictions (Fishbein and Azjen, 1975) .
One could wonder whether the respondents were able to imagine the situation well enough to answer the question in accordance with what they really would do. A possible downside of this vignette experiment may be that it had become too abstract, which caused the respondents to interpret the text in different ways. We do find that when respondents find the vignette more realistic, they indicate they are more willing to work overtime. This tendency could be caused because when people are more able to imagine the situation, they really are more likely to help. It could also be that they find the situation more realistic when they find themselves more often in a comparable situation. This may correspond with type of position the respondent holds or the type of organization.
We found support for a number of hypotheses deduced from the mutual-investment model. Investing in employees by means of training is returned by co-operative behaviours of employees. Employees may consider the investment to be more than an amount of money and are therefore willing to reciprocate the employer's signal of trust with nonenforceable, positive behaviour. The mutual investment-model explains this outcome best. Nevertheless, we also find an effect of financial compensation of overtime. So people are not only driven by social motivation, monetary incentives still work in the expected way.
We found important effects concerning personal exchange relationships in the organization. The employee considers the history of the co-operation in his or her decision whether to show co-operative behaviours or not. When the vignettes described a supervisor who has supported his or her employees, respondents were more willing to show co-operative behaviours. Besides the informal reward of colleagues, this is most influential. 'Being supportive' implies the supervisor being willing to consider employees' wishes and actually do something about them, or at least try to use her influence to meet with the wishes of the employee. The supervisor is not obliged to do this. The supervisor can choose to supervise his or her subordinates solely by formal guidelines, without listening to subordinates' wishes. Thus, when the supervisor is supportive, he or she does something outside his or her job description and, in return, the subordinate is willing to take on tasks that fall outside his or her job description.
Contrary to our expectations, we found that when the organization invests in its employees and additionally the supervisor has been supportive, the willingness to show cooperative behaviours does not increase as much as the sum of the two main interventions. Here we find a diminishing marginal effect; even though the two interventions result in more co-operative behaviours than one, the increase is less than the sum of the effects of both interventions. Horgan (2003) found the same for Dutch companies that may be caused by the same 'overkill' effect. She found that individual HRM measures positively affected employee performance, but that when they were bundled into one policy, this effect disappeared. This could be caused by two reasons. The first reason is because there is a limit to the willingness to work overtime. In the experiment, we asked the respondents to answer on a scale. Employees may also have a maximum limit of willingness to work overtime: at one point they want to go home and relax regardless of any external incentive. It may be that beyond that point, additional external incentives lose their additional impact. The second possible reason is that employees have obligations elsewhere, such as caring responsibilities. Increasingly, employees have to combine work with caring responsibilities (Bond et al., 1998; Kelloway et al., 1999) . Having children may affect different forms of co-operation in different ways. Sanders and Van Emmerik (2004) found that people with children co-operate more. However, they focused on co-operation within working hours. In this paper we found indications that having children had a negative effect on willingness to work overtime. These differences indicate that having children affects different kinds of co-operative behaviour in a different manner. When employees need to care for children, it is difficult for them to work overtime, even if they would want to. Because of this, incentives could have different effects for people with and people without caring responsibilities. The employer may take this into account, so that the employees can create opportunities to combine work and care, leaving the quality of work, including the option to work overtime if wanted by the employer, unaffected by family restrictions (Senge, 1990) .
What practical implications do these outcomes have? Because employees only tend to react to the goods that they personally receive, it is not enough to provide opportunities and general policies enabling employees to get training when they think they need it. The employer needs to stimulate and enable every individual employee to do training before it will result in co-operative behaviours by the employees.
A second important finding was that co-workers strongly affect willingness to cooperate with the employer. Here, the employer faces a problem: to what extent is he or she able to affect the exchange relationships among employees? One thing that the supervisor needs to avoid is that he or she is disliked to the extent that his or her employees regard helping him or her as an act of betrayal to the group of employees. 8 More research on this specific topic, using other methods than a vignette experiment, may be very useful.
Management style may be another point of concern (cf. Bass, 1985) . When employees feel supported by their supervisor, this strongly affects their willingness to work overtime. Therefore, the supervisor needs to be able to support his or her employees and be given the choice on how to apply company rules. Then the supervisor is able to 'fix' a thing or two for his or her subordinates, causing the employees to be willing to do something extra. Strict enforcement of the rules may be counterproductive in this area (cf. Shadur et al., 1999) .
Finally, the employer needs to consider the relative added value of packages of measures. It was shown here that two measures are not as effective as the sum of the two separate measures. Therefore, the employer needs to think carefully what he or she wants Lambooij et al.: Encouraging employees to co-operate 1763 to achieve and develops policies that will result in the most effect. Simply implementing various measures than could have been beneficial when used one at a time, may prove to be inefficient when they are simultaneously implemented.
We believe that we have found support for the mutual-investment model: employees will try to balance the social exchange with the employer after having received something such as training or a promotion. However, two of the outcomes in this paper suggest that the mutual-investment model may need to be revised in certain points. First, it does not seem to be sufficient to signal in some way that effort will be rewarded in the future. This may be too vague a commitment from the organization for the employees to behave proactively. Only after the employer takes consideration of his or her employees' needs, will they react with more co-operative behaviours. Second, the mutual-investment model only takes into account the situation in the workplace. We saw that having one or more children had a negative effect on the willingness to work overtime and that two incentives were not twice as effective as one. This may be an indication that when an employee faces conflicting contexts, such as work and home, we need a broader theory to explain these outcomes. In such a theory, the spouse of the employee could be introduced as an actor, next to the employer and the employee. It can be expected that the demands made by the spouse and demands made by the employer do not always coincide. As a consequence, the employee faces different restrictions and may therefore behave differently than what one could expect, when only considering the conditions in the workplace. This would mean that the model would gain in predictive power when it is extended to the two exchange relationships that the employee has to balance: work and family.
